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Abstract 
I intend to analyze the contribution of personality traits and professional interests in the career decision making so as to identify 
those occupations or professions that in agreement with them, for the purpose of increasing work satisfaction and performance. 
As a result of my investigation, I found out that personality traits and professional interests are relevant whenever adults choose 
the optimal alternative in their career selection or development.  
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1. Introduction 
Each adult has experienced, in his/her evolution, wrong choices or happy options due to chance or inspiration. 
Some take these happenings for fate; others involve themselves in the decision-making process. Thank to the 
uniqueness of the adult’s personality, these particularities need to be respected and certain stereotypes should be 
removed since they may influence the decision-making. Among the most common stereotypes regarding labor are 
those in connection with the black market labor inside the country or abroad (case in which salaries are much higher 
because they are not subjected to VTA), with the occupancy of a good working position only by means of 
treacherous ‘relations’ or bribery, good loads of money that some people can make, even in the absence of 
qualifications or specializations or simply due to good looking’s, assertion or boldness on behalf of people who 
manage to evolve in their career much faster than the loyal ones or those who are correct, fair and hardworking. 
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Such stereotypes may be neutralized by development strategies in the labor market, strategies that were able to 
determine respectable companies not to hire personnel unless they are well prepared, willing to dedicate themselves 
to the company and who possess field competences and are ready to commit themselves into everything they may 
have to accomplish.  
Most of the employers agree personnel who are equally well educated, hold specific competences or prove 
loyalty, initiative and quality in their work. In this case, the role of a career counselor is to focus on employers’ 
needs while correlating these needs with the employees’ needs and aspirations. Adults behave differently in 
identifying their personal needs. Some need support, mobilization and stimulation in a more systematic and 
consequent manner. Others are able to make decisions more quickly, in a realistic and safe manner. According to 
their personality, motivational aspects and professional interests, adults may be provided with information regarding 
the labor market, which they can, later on, analyze and establish which their optimal alternatives are in their 
professions. Similarly, an excess of information may cause in adults a lack of their perception or an inability in 
deciding what is good from what is wrong. Information handling in decision- making presupposes a succession of 
processes aiming at receiving, decoding, interpreting and appreciating the consistency, utility and importance of 
such data for themselves. On the other side, a too limited offer of information may be insufficient, whereas a too 
rich offer may lead to saturation. Therefore, the career counselor has to discover the balance between the adult’s 
wishes, his status and the requirements of the labor market. Moreover, the counselor needs to develop in the adult 
his capacities of exploration, analysis and decision-making. “The ability of applying a profitable personal 
information management is one of the most looked-for aptitudes, besides specialty knowledge, communication 
abilities or use of computer and communication technologies” (Jigău, 2003, p. 21). 
Social models call for maturity on behalf of the adult, together with efficiency and responsibility by assuming the 
consequences of decisions made. It is well known that adults’ career-related decisions do have linear consequences 
on the field of expertise adults are going to activate in. hesitations, incongruence or lack of justification for the 
choices made in personal plan, the lack of aptitudes and personality characteristics will have the same types of 
resonance in career development (Jigău, 2003). 
A survey accomplished by the Institute of Education Sciences in Bucharest, in May- June 2006, on a 
representative sample of 1479 individuals, revealed the fact that adults are of the opinion that accomplishment in life 
consists of having a family and being successful in a career. The study further indicated that 45% of the adults 
consider honor as the most appreciated value in life. Adults perceive themselves as holding a precarious 
occupational status, being the contemporary society’s victims while working day by day. More than 46% of the 
adults prefer to spend their spare time watching television and only 26% of them read newspapers, books or 
magazines. The correct understanding of professional interests is essential in making good decisions regarding one’s 
career.  
2. Methodological aspects 
Adults’ counseling needs to lead to finding out new things about themselves, which will help those making 
decisions for their own careers. The career counseling process can no longer be reduced to mentioning certain 
moments in career selection. On the contrary, it has to turn into a modality of developing aptitudes, of implementing 
competences, so as to build one’s own career; it is a modality of practicing the career decision making process based 
on personality traits and professional interests. Starting from these aspects, I intended to accomplish a survey related 
to the role that personality traits and professional interests hold in the adults’ decision-making. I started from the 
premise that possessing data with regard to personality traits and professional interests, adults are going to make 
realistic decisions and they are going to identify those professions that most suitable for them, so as to increase 
personal satisfaction and work performance. 60 adults participated in the survey, all of them working for the private 
sector of activity, namely, in the area of social sciences, in Brasov, Romania. 
 
Table 1. Participants distribution according to age and gender 
 
Age groups Gender 
 Frequency Percentages Males Females 
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        Adults 60 50 24 36 
Total 120 100 45 75 
 
More than 83.3% of the participating adults in the survey work as sociologists for various private institutes or 
companies. Two of the adults are Sociology professors and also have their own Study and Research Company, one 
of them work for an NGO for immigrants and another one is a human resources manager for a private factory. All of 
the adults are graduates of faculties with social sciences profile. Six of the adults in the sample are unemployed, 
mainly due to the fact that they had not found satisfactory employment and they are also uncertain about what they 
really want or need.  
I made use of an interview, psychological tests (BFA–Big Five Adjectives, JVIS-Jackson Vocational Interest 
Survey) and several data exploitation strategies. The analysis of all data was going to determine the achievement of 
specific clarifications at the level of personality knowledge, professional interests and career. With regard to the 
unemployed adults, this exploitation moment was going to bring about new approaches to career, and for the 
undecided ones, there would be clarifications about the decision they were to make for the future. The decided 
adults would perceive this career decision-making process as a confirmation of everything they had already known 
and as a discovery moment of their own personality. The continuous learning is the one that defines an adult for his 
entire lifespan.  
After a statistical analysis of the obtained data, I discovered that the profession that the adults wanted to select for 
their future was in the field of social sciences (sociologist, counselor, psychologist) (35%), followed by the business 
area, administration and other related activities (11.7%) and by teaching and social services (10%). The personality 
trait with the highest value is agreeableness (mean=247.85, standard deviation=25.53). The factors Extraversion 
(mean=236.88, standard deviation=37.742) and Conscientiousness (mean=235.25, standard deviation=30.01) 
complete the adult’s portrait by such characteristics as: energetic, bold, steady, sociable, extraverted, talkative, 
active. The openness to novelty is associated with intelligence, creativity, curiosity and originality. Studies made by 
Tett, Jackson, & Rothstein (1991) highlighted a strong relationship between openness to novelty and work 
performance. Individuals who are open to novelty are much more easily ready to engage in self-evaluations that are 
necessary for the decision-making process (Busato, Pris, Elshout, & Hamaker, 2000). Due to their openness, such 
individual tend to be creative, receptive to changes and ready to try out new thinking alternatives. Moreover, they 
are more efficient in decision-making (King, Walker, & Broyles, 1996). Judging by the differences according to 
gender, with the extraversion factors, agreeableness and mental openness, the obtained means for the female 
participants are superior to those of the male participants. With the conscientiousness and emotional stability factors, 
the means obtained by male respondents is higher than the females’. This data comes in contradiction with studies 
belonging to Matthews, Deary, Whiteman (2005), who showed higher scores in females for the conscientiousness 
and emotional stability factors. Matsumoto & Juang (2007) state that men are perceived as active and powerful, 
eager to lead and to accomplish themselves. On the other side, women are careful, sensitive, reserved and 
sympathetic. These differences may be explained both from a cultural perspective and from the light of personality 
traits. Recent studies have shown that conscientiousness is a predictor of work performance in case of many 
professions and it includes in its structure a willingness component related to the need of acquisition, self-motivation 
and personal efficiency. Individuals possessing a high conscientiousness tend to be much more engaged in reaching 
difficult goals, as compared to individuals with a low conscientiousness (Barrick, Mount, & Strauss, 1993). Because 
adults obtained high scores with the factor Business, they are characterized as interested in discovering the financial 
needs of the public and in solving their problems, in the area of investment and trading. Being energetic, always on 
the run, they cannot resist in a profession involving paper work while sitting behind a desk. They are practical 
people who enjoy initiating activities and also ending them in a good manner.  
Wright, Reardon, Peterson, Osborn (2000) highlighted consistent connections between personality traits and 
types of interests. Our survey highlights correlation with powerful statistic significance between agreeableness and 
the social type, extraversion and the practical type. From the perspective of correlations between the Holland types 
of interests and the JVIS professional areas, we notice relationships between the realistic type and practical activities 
(r=.802, p<.001), between the assertive type and mathematics and sciences (r=.930, p<.001), the artistic type and 
arts (r=.848, p<.001), and between the social type and social activities or teaching (r=.946, p<.001). The powerfully 
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significant correlations between realistic interests and assertive ones (r=.930, p<.001) may be explained due to the 
fact that adults want to find out as much information as possible about themselves and about the people around 
them. Being rational, they approach this information in an organized and systematic manner. Correlations between 
the practical and the conventional types are explicable through an harmonization of the self-promoting wish with the 
wish of making compromises, both at family and professional levels, since compromises are necessary in the 
evolution process nowadays. 
3. Conclusions 
By identifying interests, in relation with the personality type, there is achieved a better implementation of them in 
the own professional values system or a re-planning of the career is accomplished, while following its evolutionary 
steps. In order to increase the value of congruence between the requirements of a profession and the adult’ 
professional interests, we appeal to another supporting manner and analysis of alternatives identified throughout the 
decision making process. We are going to further analyze the data provided by similarities with occupational 
clusters. This data is going to clarify approaches to those professions that best suit adults. Adults display similarities 
with Professional and persuasive labor roles (20%), (that are, with the Human relations management, Professional 
counseling and Law) and with Teaching and social services (20%). Adults are people of militant and combative 
nature, persuasive individuals who enjoy persuading others (Jackson, 2007). The professions that the adults 
participating in the investigation may have include: Human Resources Inspector, Professional Consultant, Judges, 
Advocates, Notaries, Judicial Counselors, teaching staff for both lower and higher education, public services 
personnel with higher positions within state, central and local administration, administration belonging to the 
Ministry of Justice and police, financial and fiscal system and other profession connected to mass media, 
advertising, research centers and institutes, school inspectorates, county inspectorates, national or local agencies. It 
is not recommended for adults to work in arts, because they do not display similarities with people from this field of 
activity. Data load will vary according to each person involved in the career decision- making process. There are 
unemployed adults, undecided about the selection of their professional field. For this category, further information is 
going to be provided so as they may identify a suitable professional area. Other adults, who do not give up their 
working positions although they are dissatisfied with them, will be provided with information regarding modalities 
by which they can valued at their own standard, while other adults will be given information in agreement with their 
own particularities.  
Personality and professional interests may be considered labor performance predictors and knowledge related to 
them assures objectivity in decision-making. With adults, professional roles represent a source of personal 
satisfaction because they can evolve both personally and socially. Labor is part of an individual’s life, therefore 
career cannot be taken apart from the individual’s remaining activities. Career represents the totality of professional 
roles and this why it needs careful attention in its selection. Career needs to be approached as actively and 
responsibly as possible due to the fact that changes in the professional trajectory are going to be more frequent in the 
future (Luca, 2005). Career development does not only occur in the context of a single decision- making, but it is 
resultant from many decisions. In order to avoid making unrealistic decisions, there must be a correlation with the 
individual’s possibilities, with what he actually is and what he can accomplish (Băban, 2001). 
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